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Since 1960's, the increased number of women in management has resulted 
from the broad societal forces such as economic development and industrialization as 
well as the increased opportunity for women in receiving higher education. However, 
it is still difficult for women to reach the level of top management - a scenario 
commonly referred as the “Glass Ceiling". Despite the advantages of including women 
in management jobs, there still exist various problems which managerial women have 
to face. Among those the issue of sex role stereotyping is studied in detail. 
Sex role stereotyping is the ascribed perception cast upon women as less 
resemblance with the necessary attributes related to successful managers. It includes 
the stereotyping of women as being gentle, sympathetic, sensitive to others' needs, shy 
and emotionally unstable. Several researches have shown that traits and characteristics 
of successful managers are more often equated with male characteristics (Schein, 1973, 
1975; Brenner et al., 1989). 
This study focused at Hong j ^ n g managerial women and aimed at studying 
whether they are affected by and they themselves are accepting sex role stereotyping of 
women. Three types of stereotypes were examined.^Autostereotyping of women refers 
to how women perceive themselves as a manager. Heterostereotyping of men by 
women refers to how women perceive their male counterparts. Lastly, 
metastereotyping of women refers to how women think men would perceive them as 
women managers. � 
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In comparing the autostereotype of women and the heterostereotype of men by 
women, results indicated that women see men managers as quite different from 
themselves and the effect of sex role is significant. As perceived by women, men 
managers were described as more adventurous, more aggressive, more assertive, more 
emotionally stable, feelings less easily hurt, more firm, more forceful, more frank, less 
interest in appearance, know more about world's ways, less passive, less sentimental, 
less shy, more skilled in business matters, and less value pleasant surroundings than 
women managers. These results generally confirmed earlier findings about sex role 
stereotypin^^j£^J^£jj^ii_CLgenders. 
Secondly, in comparing the autostereotyping and the metastereotyping of 
women, results showed that women expect men to perceive them more or less the way 
women perceive themselves. Typically among the working women sampled little effect 
of sex role stereotyping was found. However, they still expected men to perceive them 
as slightly differently from how they perceive themselves as being more adventurous, 
more firm, less sentimental, less value pleasant surroundings, and more vigorous. 
To avoid being sex role stereotyped, managerial women could possibly adopt 
more masculine behaviors and style. However, recently there are increasing number of 
arguments supporting the "A^^^2iZH2^if^^_5EH2^h to management, which suggests 
that a blending of feminine, people-oriented behaviors and masculine, task-oriented 
behaviors will be more beneficial to the organization as a whole. In conclusion, it is 
worthwhile for organizations to acknowledge the different styles of management, and 
should take action to maintain and manage the diversity in a productive manner. 
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WOMEN EV MANAGEMENT 
. /Increasing Significance ofWomen in the Workplace 
Until the 1960s, men and women received different signals about what was 
expected of them. In short men have been expected to constitute to majority in 
economically-productive workforce while women have been expected to be wives and 
mothers or at most community volunteers. Traditionally, women were not expected to 
have careers, or at least not the same kinds of careers as men. Women either pursued 
different “women's jobs" such as teachers and nurses, or were denied opportunities 
men had. 
Adler and Izraeli (1994) described, generally for all countries, the increased 
number of women in management has resulted from the broad societal forces during 
recent decades: 
In the economically developing and recently industrialized countries, a shift 
took place between the 1950s and early 1970s from agrarian toward 
manufacturing economies. This shift, along with the development oflabor-
intensive industries... created a demand for cheap labor that brought many 
women into the urban labor force. 
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The contribution of working women was gradually recognized, which called for 
public concern for more effective utilization of women as a manpower resource. Also 
to cope with the women's rights movements, it has become more desirable to assure 
equal employment opportunities for those women who wish to participate in the labor 
force. According to statistics published in 1992 by US Department of Labor, 57.8 
percent o f U S women were employed and holdjobs in the business environment. ^ This 
comparably high figure can be explained by the increasing knowledge of organization 
leaders regarding the benefits ofhaving a diversified workforce. 
V Increasing Importance of Women in Management 
Since early seventies, more and more of the women entering the labor force 
have aspired to move upward in management As described by Adler and Izraeli 
(1994): 
In both industrialized and industrializing worlds, the expansion of financial 
services opened opportunities for women in lower- and middle- level 
management positions. In most countries in the 1970s and 1980s, the 
growing public sector also absorbed many of the increasingly educated 
women into lower-level managerial positions. 
Fagenson and Jackson (1993) suggested that the increasing trend of women 
participating in management is perhaps best explained by the fact that women 
nowadays are receiving more Bachelors and Masters degrees than men. No longer it is 
a given that men make decisions and women make coffee, some of the advantages of 
including women in management levels will be discussed in chapter II ofthis report. 
1 US Department ofLabor. Tabulations from the Current Population Survey, (Washington 
DC: US Government Printing Office, 1992). ， 
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The “Glass Ceiling��for Managerial Women 
As more and more women are now participating in managerial position, various 
problems arise. Research findings suggested that women joined an organization at 
levels comparable to their male colleagues and with similar directions and expectations, 
but it seemed that women's and men's working experience and career paths begin to 
branch off from here forth (Morrison et al., 1987). In spite of that the proportion of 
women managers has increased, the anticipated "breakthrough" by women into top 
management and centers of organizational power still seems unlikely. The problems 
facing managerial women mainly concern the issue of the business world being a male-
dominated world thus men are finding it difficult to include women as their colleagues 
while women are complaining about the difficulties in getting accepted. These 
problems will be explored in chapter III of this report. 
Though the figures from US Department ofLabor suggests an increasing trend, 
studies among those countries where gender-based statistics are collected reveals that 
no country treats its women as well as its men.^ As a result, women are still suffering 
from inequalities. For example, a Business Week poll of 400 women executives 
working in organizations with US$100 million or more in sales per annum revealed 
that 53 percent believed they were receiving unfair treatment for promotion to senior 
management positions when compared with their male counterpart, and 59 percent 
think American companies are showing no improvements in hiring and promoting 
women executives.�� 
2 United Nations. The Human DevelopmentReport, 0-ondon: Oxford University Press 
1993). ’ 
3 “The gains are slow, say many women," Business Week, 8 June 1992, p. 77. 
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In general, women do not experience equal and fair treatment in all positions of 
employment. Women are still more abundant in positions that are traditionally 
regarded as more suitable for them. Since women are frequently stereotyped and 
generalized, thus making them more likely to engage in staff functions such as 
personnel, public relations, etc. which are not directly related to the main business or 
production of the companies. Employers simply regard women as more suitable for 
certain jobs and not suitable for others. This kind of generalization leads an 
organization to operate in a less effective manner. 
International Scenario of Women in Management 
According to the review by D N. Izraeli and N. Adler, systematic investigation 
of women's progress in management began in North America in the early 70s, in 
Western Europe in early 1980s, in Asia toward the mid-1980s, and in the Communist 
countries such as in Eastern Europe and People's Republic of China (PRC) only 
toward the end of the 1980s. 
As previously mentioned, 1992 statistics by US Department ofLabor revealed 
a women participation rate of 57.8 percent, with the prediction that by the year 2000 
61 percent of women will be in paid work, and they will constitute approximately 47 
percent of the workforce. ^ In Canada, as reported by Andrew and others (1994), 
4 H. N. Jr., Fullerton:New Labor Force Projections, Spanning 1988 to 2000," in US 
Department ofLabor, Bureau ofLabor Statistics, Outlook 2000’ (Washington, D.C.: US Government 
Printing Office, 1990), Bulletin No. 2352, pp. 1-11. 
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women's participation rates has climbed from 36 percent in 1970 to 60 percent in 
1991, with a greater increase among married women as from 31 percent to 63 percent. 
According to a survey conducted by the Management Centre Europe, in 1982 
49 percent of the 420 companies in 9 Western European countries surveyed had been 
employing female managers. Of the remaining 51 percent, 15 percent stated they 
would never promote a woman into management. In 1988, Antal and Krebsbach_ 
Gnath found that there were an insignificant amount of women managers in, then 
called. West Germany. 
For Eastern European countries, as per described by Adler and Izraeli, the 
Communist rule set quotas for women in local-level management, yet women remained 
highly under-represented in more senior and national positions. 
Schein et al. in 1994 chose Asia as the researching site and investigated on the 
situation in PRC and Japan. They found that China has 9 percent women managers 
while Japan possess only 5 percent. The research findings which indicated a low 
women participation rate in managerial jobs coincided with the ones conducted in USA 
in that there is a correlation between men and managers while the correlation of 
women and managers is close to zero. Subsequently, women in these countries 
occupied positions that are sex typed. 
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心 The Case of Hong Kong 
Hong Kong women's labor force participation rates is ranked among the 
world's highest. ^ The female participation rate has increased from 36 percent in 
1960，s to 48.5 percent in October 1995.6 t h o u g h the unemployment rate (seasonally 
adjusted) increases from 2.0 percent to 3.6 percent during 1992 to October 1995, the 
female labor force participation rate does not decrease, but instead, increases 
continuously from 46.2 percent to 48.5 percent, while at the same time, the male labor 
force participation rate decreases from 78.0 percent to 77.6 percent/ 
Despite the high labor participation of women in general in Hong Kong, in 
1976 only 2 percent of employed women were managers and administrators compared 
with 6 percent as for men. ^ Of all manager and administrators, 10 percent were 
women in 1976 while the percentage increased to 20 in 1986. ^ According to Hong 
Kong 1991 Population Census, there were more female students than male in the 
tertiary education sector for the age group of 15-19. Also shown in the statistics was 
that for the age groups of 15-19, 20-24 and 25-29, there w e r e ^ o r e female with 
tertiary education having the business administration and financial managemen^ One 
would expect Hong Kong women gaining much dominance in management, however, 
in 1991 women still constituted roughly 20 percent ofall managers and administrators. 
5 Nancy J. Adler. “Asian Women in Management," International Studies ofManagement & 
Organization 23(4) (Winter 1993-1994), pp. 3-17. 
6 Census and Statistics Department ofHong Kong. Hong KongMonthly Digest ofStatistics, 
Januaty 1996, p.7. ， 
7 Ibid. 
8 
Suk-chiiig Ho, "Women into Management - in Hong Kong?" NewAsia CollegeAcademic 
Annual, (^ong Kong: The Chinese University ofHong Kong, 1976), XVIII, pp. 273-282. 
9 Source: David Roberts (ed.), Hong Kong 1992: A Review ofl991, OHong Kong: 
Government Information Services, 1992). 
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Corina T. De Leon and Suk-ching Ho (1994) argued that, specifically for Hong Kong, 
the traditional values and familism remained a critical factor determining the success or 
failure o fwomen ' s pursuit in managerial careers. 
Objective of the Study 
In this study of women in management, firstly the advantages of including 
women in management as suggested by earlier studies will be reviewed. This would be 
followed by a summary of the problems facing women in management. As suggested 
by many researchers, one of the most important obstacle for women in management in 
all countries is gender stereotyping, thus the issue will be further examined in greater 
detail. Several important past researches on sex role stereotyping will be reviewed 
which will serve as the theoretical basis of the field research. Moreover, the concepts 
of autostereotyping’ heterostereotyping and metastereotyping will be utilized for the 
detail analysis of sex role stereotyping patterns among women in particular. By better 
understanding how women perceive their male counterparts and themselves it is hoped 
that possible solutions can be suggested, in order to help women overcome the 




ADVANTAGES OF HAVEVG MANAGERML 
AND PROFESSIONAL WOMEN 
The following are some of the benefits of including women in managerial 
positions as explained by Ronald J. Burke and Marilyn J. Davidson and some other 
researchers. 
Locating the Best People at the Top 
Research findings indicate that women are as capable as men in managerial 
positions. Though they may possess different physical strength than men, they are as 
capable as men in contributing to the organization benefits. As a result, a company 
may not be maximizing its opportunity if they simply regard female as less competent. 
In fact, many researches have proven that organizations that employ women in 
managerial position are more capable of achieving its goals. Examining the 
phenomenon from a reverse point of view indicates that it is perhaps the right time for 
organizations to end their men's network and start thinking about establishing dual-sex 
networks so that all ranks of management will be filled with strong executives. 
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Minimizing the Costs ofNot Rec02n1zing the Importance ofWomen 
Women on average represent a significant percentage in the workforce 
(roughly 40 to 50 percent in general). Failing to address the issue of women's career 
development and maintaining the women workforce at a low level of participation can 
be costly to the organizations resources. As explained by many studies, inefficient 
utilization of women within the organization will result in inefficiency and 
ineffectiveness and the organization will eventually suffer from this phenomenon. In 
fact, research findings indicated that diversity aids organization to reduce costs, 
increase productivity, improve management quality, and increase and maintain market 
share (Parker and Fagenson, 1994). 
Promoting Harmony in the Workplace 
Many organization leaders simply fail to realize the importance of harmony in 
the workplace. They regard having women participating in managerial position as a 
disruption of harmony when in fact they promote harmony. With the presence of 
women, the working environment becomes an integrated one. In fact, many male have 
expressed that including women in the working environment enhance a more pleasant 
mood. As explained by many women managers and their male counterparts, having 
women in managerial positions can compliment the unisex atmosphere and thus 
enhance harmony among the management. This is mainly because now that women are 
included, the workplace closely resembles the society as a whole making it more 
soothing and easier to adapt. 
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Enhancing the Morale of the Workforce 
As explained above, women generally made up a significant percentage of the 
workforce. By including women in the managerial positions, it can enhance the morale 
of the female workforce since they now feel hopeful about their career development. 
Examining the reverse scenario, suggests that when a woman employee leaves because 
of sex discrimination treatment from the top management, the morale of other women 
within the organization will suffer. In addition, these kind ofbehaviors when conveyed 
to the outside, will certainly discourage both men and women in joining the 
organization. 
Providing a Diversity of Leadership Stvles 
Helgeson (1990) after having studied the typical leadership style of women 
concluded that women can be described as adhering to a circular or web-like 
management style that is antithetial to the traditional male hierarchical pyramid. It was 
suggested the women's style of leadership; i.e., flexibility, sharing of knowledge and 
networking, is of definite advantage to organizations of the 1990's. A similar 
argument was proposed by Rosener (1990), who suggested that nontraditional 
leadership style of women can be effective in organizations that can accept it, in 
particular medium-sized organizations under fast growth and fast change. By valuing a 
diversity of leadership styles, organizations will find the strength and flexibility to 
survive in a highly competitive, and increasingly diverse economic environment. 
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CHAPTER m 
PROBLEMS FACEVG WOMEN EV MANAGEMENT 
Though including women in management poses many advantages, many 
women still complain that they are facing many problems. These problems eventually 
clash with their career development plans thus making development and advancement 
in managerial career a rather difficult task. Below are various general problems facing 
managerial women identified in past studies and are reviewed, with special reference to 
the four perspectives suggested by Adler and Izraeli. 
Perspective 1: Individual-level Differences between Women and Men 
This refers to taking men's characteristics and behaviors as the norm for 
effective managerial performance. 
Men as the Norm 
Top management uses men as the norm against which women are to be 
compared. So i f a female manager wants to impress the boss, she will have to act like a 
man. Until she can fully convince them that she actsjust like a man, they will treat her 
as less competent. As male and female employees often have different working habits. 
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judging their performances based on male's working habits is definitely an unfair 
practice. 
The Unplanned Nature of Many Women's Careers 
Many women have expressed that no matter how well one plans for the future, 
too many variable exist to alter the plan in reality. Because of this phenomenon, 
women in general are less certain about their career path thus making the career 
planning a close to impossible practice. Since the career path of women is usually 
more uncertain, this translates into a lack of career path planning. Without a clear-cut 
career path plan, women are bound to suffer from slower promotion. This is a 
problem expressed by many women managers and is hardest to overcome. In fact, this 
is a "catch 22” situation in that since women are facing different problems, they rely 
less on a clear-cut career plan. However, since they don't have a clear-cut career plan, 
they suffer from the consequence of slower promotion. Many women managers 
expressed that even when a clear-cut career path plan is devised, the unfair promotion 
practices of the top management can make the plan not achievable. 
Perspective 2: Organizational Context 
According to this perspective, characteristics of organizations, such as 
women's under-representation in management and the uneven distribution of women 
and men in various roles, would shape attitudes and behaviors much more than would 
individual personality traits as discussed earlier in perspective 1. 
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Discrimination Against Women 
Discrimination against women in a business environment usually comes in three 
forms. First of all, the discrimination against women in hiring and placement. Since 
women in general are viewed as less competent than men, they simply do not get hired 
during the selection stage. This is mainly caused by the misconception that women are 
less competent and that they do not fit in with the business environment which is male-
dominated. Second of all, the discrimination against women of unequal payroll for 
equal work in the samejob. Statistically shown, women holding the same position get 
paid less than their male counterparts. Finally, the discrimination of comparable worth. 
Here, the sex composition o f jobs affects their wage level, so that jobs filled largely by 
men pay more than comparablejobs filled largely by women. ^^  Though the situation is 
improving, discrimination against women still exist. For example, two female ex-
employees of a large US corporation called Olde sued the company for discrimination. 
Upon an interview an ex-human resource manager of the company, the manager said 
he had been told specifically by the top management not to hire women, not to hire 
Jews and not to hire handicapped because they cannot fire them by law. As indicated 
by the example, discrimination still exists even in a free country like US. 
Paying Lip Service 
In addition, there are many males who pay lip service to equal rights programs 
and consider themselves as equal opportunity employers. These people in general talk 
10 Melissa S. Herbert and Paula England (1992), The Pay ofMen in "Female" Occupation, 
pp. 1. 
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the talk but don't necessarily walk the walk. They voice themselves as a supporter of 
equal opportunity while at the same time promote or develop women with minimal 
support. These lip service payers will produce policies and regulations as they deem it 
necessary to follow the environmental trend, yet ignore the importance of these 
policies or fail to implement or integrate these policies into the organization. 
Besides, there are those who maneuver around equal opportunity. These 
people fail to accept the whole picture and promote policies that are to their own 
advantages only. For example, a boss may hire women in managerial positions with 
the objective in mind of using sexual appeal to attract clients. They thus create a battle 
ground for the two opposite sex. Women, when encountering these situations, usually 
fail to notice that their boss is only partially promoting equal opportunity. As there are 
minor adjustments within the organization in promoting equal opportunity, women will 
simply think that the organization is making an effort to change. This kind ofbehavior 
is potentially more hazardous since partial reform will foster false hope for women and 
lead them to take longer to recognize the reality. Thus old stereotypes will give rise to 
new ones and finally when the women realize the actual situation, they tend to be more 
discouraged since the higher one hopes, the harder one falls. 
Constant Performance in Proving Themselves 
Furthermore, women need to continuously prove themselves worthy. A study 
has shown that men are viewed as competent unless they are proven otherwise, 
whereas women are viewed in the reverse. So, as a woman manager, she needs to 
work significantly harder and constantly performing in order to gain the trust o f the top 
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management. This in turn create yet another problem for women in adapting to the 
working environment. In addition, in the recent years, the amount of single working 
mother have increased. This constant performance as explained by the single mothers 
has made it extremely difficult for them to assume the dual identity. 
Perspective 3: Institutionalized Discrimination 
This refers to organizations having built-in assumption about gender which 
explained women's persistent under-representation in management. 
Women's Work 
Many male superiors believe that women are more suitable for certain types of 
job such as secretarial duties, and more people-oriented stafFfunctions. These job are 
usually less challenging which in turn makes it harder for women to prove themselves 
competent (Spencer and Podmore, 1983). 
Stereotypes About Women 
Traditional sex role stereotypes states that women are more feminine, such as 
being gentle, shy, sympathetic, and sensitive to others' needs and emotionally unstable. 
On the other hand stereotypes of women resembles less masculine characteristics such 
as being less aggressive, less decisive and less competitive than men. With these false 
perceptions in mind, promotion became a tougher challenge for all women. Moreover, 
stereotyping about women, will certainly lead to unfair practices. Women are simply 
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not trusted for the challenging assignments since before they were given a chance in 
proving themselves, they were disregarded as competent candidates for the 
assignments. 
Over-Protection 
Moreover, because of the stereotyping of women, male in senior positions are 
often over-protective for their female subordinates. For example, Alison Halford 
(1993) described in her book a situation as follow: 
I treasure a moment of pure comedy. As I was briefed, mugs of hot 
steaming tea were brought for us. I reached over to grab one but 
before I could someone shouted, 'For God's sake not a mug. Go and 
fmd a cup for Ma'am!，Here we are in an urban war zone, bricks are 
flying, abuse ringing in my ears from the streets outside and Assistant 
Chief Constable Alison Halford must have her tea from a cup 
(Halford, 1993, p. 125) 
This kind of overprotection by males favors women who conform to certain types, 
which is to act out the qualities ofbeing the emotional, weaker, and non-decisive etc., 
species. As indicated from a research's findings, if they behave accordingly, they are 
rewarded with warmth and concern. Women expressed that if they chose to diverge 
from this kind of conformance, they will immediately lose the caring boss and the boss 
will become difficult and they will become outsiders. In this way, women are warned 
that ifthey seek less traditional work or more decision-making power, men and women 
may become hostile to them (CMPS Audits, 1 9 9 2 - 3 ) . 工 工 
II Source: CMPS Audits 1992-93, “Commissioned research on barriers to women staffin 
public sector organizations", (Stockport: Corporate Management and Policy Service, 1992-3). 
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Gender Blindness 
In the recent years, men are more and more aware of the importance of women 
in the workplace. Because of the women's rights movements, men are, in addition, 
more concerned about gender equality. However this leads to another kind of 
stereotyping. Many male managers misinterpret the meaning of equality and thus 
disregard the differences between men and women. This kind ofbehavior is regarded 
as gender blindness. It arrives when men think that because of equality, women live 
the same lives and have the same experiences as men. Although this perspective has 
been raised as a newly developed issue by many writers, the perspective is very 
immovable as it simplifies matters in allowing people to overlook the issue ofgender at 
work. Most of the time, these managers are sincere about lowering the barriers for 
women, but through this conception, they are in fact asking females to promote 
themselves to super-woman status. They expect women to become a perfect mother, a 
lovable wife or girl-friend and a model manager at the same time. This commonly 
committed mistake is perhaps a result of the ignorance on the male's part since they 
fail to see the whole picture before solving the puzzle. However, foolishly enough, 
many women's magazines have encouraged women to cope with this environment. 
They even stress the importance of overcoming all obstacles by exerting tremendous 
amount ofwillpower. Though there are women who managed to survive in such kind 
ofenvironment, their sacrifice for their success became extremely costly. 
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Sexual Harassment and the Fear of it Happening 
Sexual harassment in the workplace creates many problems for women. Some 
men simply view women as sex objects rather than as co-professionals. Aside from the 
actual sexual harassment, a lot of superiors tend not to ask females to participate in 
projects that require working overtime and working late at night due to the fear of 
being accused of sexual harassment. Again this limits the opportunity for women to 
prove themselves worthy. 
Perspective 4: Power's Influence in the Organization 
From this perspective, one reason current managers limit the numbers of 
women managers is simply that they do not want more competition which might 
threaten their existing privilege. 
The Sponsorship System 
Since female participation in the middle or senior management is 
proportionately less than male, a lot of women find that there is a lack ofsupport in the 
top management to ‘push along, their careers (Spencer and Podmore, 1983). It is 
always helpful to have someone from the top management who understand the 
situation of the managers regardless of sex, so that they can aid them in career 
development. However this is not the case at all for women managers. 
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The Lack of Role Models and Peers 
Along the same line of argument, since there is a lack of women managers in a 
company, many find there is also a lack of role model and peers. They simply cannot 
relate themselves with the top management and thus a lot of time is wasted on just 
trying to fit in (Spencer and Podmore, 1983). This in turn slows down their promotion 
opportunity. As a result, women turn to men for role models. However, this doesn't 
always work since sometimes male and female do things differently. Having a role 
model of different sex can lead women to act in a manner that they are not familiar 
with, thus creating more problems. 
Exclusion from Informal Relationship Networks 
Furthermore, many women find that they are simply excluded from various 
informal activities which are essential for career development (Spencer and Podmore, 
1983). For example, a lot of male Japanese managers will gather together after work 





Stereotyping involves a generalization of a group of people in an unvarying 
pattern that pays no attention to the difference between each member o f t h e group. In 
general, stereotyping has a negative connotation since stereotyping usually means 
incorrectly perceiving a group of individuals as identical. As a result, the stereotyped 
people will be perceived as someone who poses characteristics that he or she may not 
necessarily possess. People in general are fond of stereotyping various groups. These 
include ethnic stereotyping, racial stereotyping, age stereotyping, gender stereotyping 
etc. For the purpose of this research, stereotyping is referred only to gender 
stereotyping in a business environment. By incorrectly stereotyping people in a 
business environment, those that are stereotyped may suffer from slower promotion, 
rejection at the selection stage, and more difficulties in coping with the organization as 
a whole. 
Stereotyping can easily be seen in our everyday l i v e s � I m a g e s of women in 
advertisements, newspapers, books, television programs and other instruments portray 
women as less competent than men when women are present (Faludi, 1991). Through 
everyday contact with these media, people in general develop various misconceptions 
about the abilities of women and thus stereotyping them with certain characteristics 
which they don't necessarily possess. For instance, men are generally stereotyped as 
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rational, assertive, tough, good at maths and science, competitive and make good 
leaders while women are viewed as emotional, intuitive and passive. These kinds of 
stereotyping shapes the misconception of the general public and are transmitted in the 
working environments and thus made the career development of women much harder 
than they should be. 
According to Dobbins and Platz's (1986) review of 17 studies comparing 
leadership effectiveness, they found that leadership styles were not different between 
men and women. Upon examining the results o f t h e 1986 Catalyst report, only a few 
statistically significant sex differences were found. These include the following: 
• Executive men are more likely than executive women to feel equal to the demands 
for time and energy encountered in their daily lives. 
• Executive men feel more in tune with their surroundings and are more likely than 
executive women to perceive things as their peers do. 
• Executive men are more comfortable than executive women in an environment 
where conformity to intellectual authority is desirable and the criteria for excellence 
are clearly specified. 
• Executive women are more likely than executive men to move in new and original 
directions. 
• Executive women are more likely than executive men to behave as individuals and 
to personalize their experiences. 
The delusion creates a myth about women and reflects nothing about the 
reality. Myths about women's emotions, competency and desires are further 
compounded by the strong belief that women and men are so different that it is 
impossible to comprehend or empathize with members o f the opposite sex when in fact 
many research findings indicate that they are actually quite similar and can contribute 
to the working environment, though differently perhaps when compared with men. 
Nevertheless, managers of both genders have been and continue to be 
perceived as different (Freedman and Phillips, 1988; Powell, 1990). It is this 
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misconception that leads organizations in perceiving the competency of the two 
genders differently and to discriminate against women. Though this kind of 
discrimination does exist, it is mainly caused by incorrect stereotyping o fwomen rather 
than a deliberate attempt to discriminate women. Following this line of thinking, 
women managers are believed to be less likely to have the skills, abilities and attributes 
needed for management than their male counterparts, and the research evidence shows 
that this kind of perception still exists and are well engraved in the minds of male 
managers in today's workplace (Brenner et al., 1989; Heilman et al., 1989). 
Sex-Role Stereotyping of Managerial Women 
Schein and Brenner both conducted researches exploring the degree of 
stereotyping activities of the two genders regarding managerial positions. The 
following is a description of their study in which this research is based upon. Schein 
developed three forms of Schein Descriptive Index (SDI) to define both the gender 
stereotypes and characteristics possessed by successful middle-line managers. The 
sample o f the research consisted o f300 male middle-line managers (Schein, 1973) and 
167 female middle-line managers (Schein 1975) from a total of 13 US insurance 
companies. The results revealed that for male managers there were similarities 
between the ratings of Men and Managers, whereas the ratings of Women and 
Managers revealed a divergence. The combination of gender stereotypes and 
perception of management characteristics explained the insignificant amount ofwomen 
managers in the 70s. The similarities between the perception of men and successful 
managers increases the chance of a male being promoted to a managerial position. 
23 
Being borne as women, one has to suffer from stereotyping as less qualified than their 
male counterparts. As a result, women in the 70s are less likely to be promoted into a 
managerial position and thus promoted inequalities at workplace during that era. 
In 1989, Brenner et al. replicated Schein's research. This time, 420 male 
middle-line managers and 173 female middle-line managers were chosen from 4 
manufacturing companies, 4 service-oriented companies and 1 combined service and 
manufacturing company in USA. Identical procedures were employed. The results 
indicate that the attitudes of male managers are similar to Schein's study conducted in 
the 70s. This implies that not much progress was achieved throughout this 15 year 
period. However, interestingly, the results of the female group when compared with 
the female group 15 years ago, showed a large and significant divergence. Women no 
longer view the managerial characteristics as those possessed by men. Women in the 
80s began to think managerial position as more suitable for women because ofdifferent 
reasons than men. In other words, women believed that men and women are suitable 
for the managerial positions for different reasons. Upon examining more recent 
researches, it is suggested that women since acting in a different manner when 
compared with men, can act as an alternative to male managers. 
Three Types of Stereotyping 
For the benefit ofthis research, three types of stereotyping will be examined for 
the Hong Kong situation. These results will then be consolidated and the results will 
be analyzed in order to understand the severity ofsexual discrimination in Hong Kong. 
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Autostereotyping 
Autostereotyping refers to how a member of a stereotyped group views other 
members belonging to the same group. Women can pose a potential obstruction for 
the promotion of other women within the organization. Many women subordinates 
cast upon their women superiors the same kinds of stereotyping as men would. This 
results in even more severe consequences. The pressure on senior women is of great 
magnitude. Many young women have high expectations of other women in senior 
positions, which when shattered give rise to greater resentments and ire. This type of 
behavior is most commonly seen in a hospital surroundings. Many nurses conflict with 
their female superiors because they expect them to be more understanding yet their 
superiors are usually more strict than their male counterparts. Though they work 
better with female doctors since they perceive that female doctors are generally more 
understanding, they resent receiving strict orders from them. Rudeness and firm orders 
however are viewed as appropriate when they are from a male boss, but not a female. 
Thus by examining the autostereotyping of women will enable one to determine 
whether women themselves is a cause of the problem. 
Heterostereotyping 
This refers to the stereotyping of outsiders. In the case of men vs. women, 
heterostereotyping refers to how they view each other. This merely examines the 
stereotyping situation in a two way street. While on one hand men may cast upon 
women different values that may not be true, on the other hand women may also 
perceive men quite different from what they are really like. In this research, by 
r 
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examining the heterostereotyping of men by women it is able to determine whether 
misconception among women themselves is a cause of the imbalance of women in 
managerial position. 
Metastereotyping 
This refers to having a member of the group guessing on how outsiders 
(members do not belong to the group) will assess him or her. This is the more 
complicated stereotyping among the three. In this research, the purpose of examining 
the metastereotyping of women is to detect whether women readily expects any 
misconception by their male counterparts. For example, women may think that men 
expect them to act in a certain way when it can be merely a speculation. In doing so, it 
is then possible to cast out all misinterpretation and thus women can better position 
themselves within the organization. 
According to recent research, 81 percent o f200 female chief executive officers 
(CEOs) identified stereotyping and preconceptions of women managers as primary 
factors obstructing progress for women in managerial positions (Heidrich and 
Struggles, 1986). As indicated by these research findings, stereotyping is really a 
potential hazardous to a woman's career. It therefore leads one to ponder upon the 




METHODOLOGY OF THE RESEARCH 
Research Objectives 
This study is targeted at women. In the research three types of stereotypes will 
be examined, they are autostereotyping of women (how women perceive themselves as 
a manager), heterostereotyping of men by women (how women perceive men 
managers), and lastly metastereotyping of women (how women think men would 
perceive them as women managers). There are two main objectives in this study. 
Firstly, in comparing the autostereotype of women and the heterostereotype o fmen by 
women, the objective is to find out any difference between the two genders according 
to women's perceptions. Secondly, in comparing the autostereotyping and the 
metastereotyping of women, the objective is to find out whether women are feeling 
that men are expecting something different from what women expect ofthemselves. 
27 
The Questionnaire 
This design of the questionnaire is based on the research findings by Schein in 
1973 and 1975. In those two researches, Schein developed 92 descriptors to measure 
sex role stereotypes and characteristics of successful middle managers. Heilman et al. 
in their 1989 research identified 31 out of these 92 descriptors in which successful 
managers were rated more similarly to men managers than to women managers. These 
31 items were used as the base of the questionnaire with the assumption that they were 
most suitable for identifying any differences among the three types of sex-role 
stereotypes in our study. A sample of the questionnaire is enclosed in Appendix 1. 
A five point likert scale was employed ranging from 1 - not characteristic to 5 -
characteristic of each of the 31 descriptors. Respondents were asked to rate these 
descriptors three times. The first time they were presented with the descriptors, the 
respondents were asked to assess on women managers (Section A of questionnaire). 
This is to understand the characteristics of autostereotyping ofwomen in Hong Kong. 
Respondents were then asked to assess men managers on the same set of descriptors 
(Section B ofquestionnaire), The purpose of this is to understand the characteristics of 
heterostereotyping. Finally the last time around, the respondents were asked to assess 
how the men managers would perceive women managers based on the descriptors 




The sample consisted of only women and can be divided into two categories. 
The first category consisted of women who had working experience while the second 
group of respondents consisted of women students who had no working experience. 
From this point forth, respondents with working experience will be categorized as 
sample N1 while respondents with no working experience will be categorized as 
sample N2. N1 was sampled between March 10 to 19 at the classroom of the part-
time MBA program of the Chinese University o fHong Kong (CUHK), w h i l e j ^ w a s 
sampled on March 17 at two CUT^__und£a^fad^^at©~btisiHess_xksses. Out of 107 
questionnaire distributed, 85 were returned thus making the response rate equivalent to 
79 percent. Out of the 85 returned copies, 43 were from N1 while 42 were from N2. 
In addition, 2 of the questionnaire o f N l were later found non-useable. 
All respondents in N1 ages ranged from 21 to 45 with the median in the range 
o f 2 5 to 35. Their managerial experience ranged from 1 to 15 with the median in the 
range of 1 to 5 years. In addition, the industry they were working in was subdivided 
into nine separate categories. There was at least one corresponding respondent from 
each category ofindustry�Furthermore, all respondents o f N l had completed college 
education. The income distribution o f N l was in the range ofless than HK$15,000 to 
over HK$40,000 per month with the median between HK$25,000 and HK$30,000. 
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Table 1: Demographics of Sample N1 ofWorking Women 
入一……^^^^^^^^^二二,^^^^^^^^^^^ _^__•••—”一"…一—…—…… 
Years of Managerial / Age Group Monthly Income Group (thousand 
§HEEYi52£L^EliHi5L„„„_ dollars) 
< 1 11 <25 2 <15K 2 
l t o < 5 20 25 to <35 37 15K to <20K 7 
5 to <10 9 35 to <45 2 20K to <25K 8 
10to<15 1 45 to <55 25K to <30K 3 
) 5 t o < 2 0 > 55 30Kto<35K 5 
^ 20 35K to <40K 5 
> 40K 11 
Total: (Nl=41) 41 41 41 
°°°°°~""°°°°°~°°°°~"°°°°~~°°°°~°°°°~=°°°°°°°~°~~"~~»~~~«»~°~~~~"«<»°="««»~~=«««~«~«»»»~~~<»««~~~«»»~»«»~<»~~»«»»»~~»~»ooooocc<»„»„„cc«»c„„occ<»„=„„„„„»=_«2oL> 
.”一一—从.—. > - ^ ^ ^ - " ^ ^ ^ ^ ^ 7—拟- ^ _ > ^ <一…—^ ^…一一…一一^ ^ , -—^如_ _ ^ _ „ „ „ _ _ « „ ^ ^ > _ ^ > ^ ^ ^ ~ ^ ^ ,—如 ^ _ ^…一…一…一………… 
?:^ ?Y.?!..9^ ?^4y_??.ti.9?^ - Industry Group 
< or some secondary 0 Accounting & Law 5 " 
completed secondary 0 Architectural & Engineering 3 
post-secondary 1 Banking&Finance 10 
some college 0 Hotels, Restaurants & Catering 2 
college graduate 13 Manufacturing 1 
some graduate studies 13 Trading 1 
graduate degree completed 14 Transportation & Telecommunications 5 
Wholesale & Retail 2 
Others 12 
Total: (Nl=41) 41 41 
COCO4:~C«:。>J00C00CCO0Q0CKXO0COaCO:»0000CO0CO00000C>30LO0CCJU:MJL.>i«TnfVy»~<»>~^XTHy"~»"w^«~^���>r^r^ 、、-..Of-,f-,~v,‘_ u J ‘ � 
^ -^ -^ " � • “ “ “ _ •-……• • “ • • • • _ • ^>*>wyox" • » • _ , , ».•.• • • , _ • _."_,jnnnoooooooooooooc^w 
All respondents in N2 were full-time students. They were all in the under 25 
age category with the exception of one respondent from the category o f 2 5 to 35 years 
of age. In addition, their years of experience as managers were in the category of less 
than one year: they were students with no real work experience. All respondents of 
N2 had an income level ofless than HK$15,000. 
The above categorization were made to give a brief picture of the 
demographics of the respondents. In order to keep the questionnaire concise no 
additional identifying information were obtained. Compared with Schein's research in 
1973 and 1975, she chose only from a variety of departments within nine insurance 
companies. Our sample drawn in CUMBA part-time students on the other hand came 
from a wider range of industries. 
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The Analysis 
The results from N1 and N2 were pooled together so as to get more reliable 
sample size for factor analysis. The factor compositions of respectively autostereotype 
of women (Section A), Heterostereotype of men (Section B) and Metastereotype of 
women (Section C) were examined in order to find out any similarities or differences. 
In addition, results from N1 — women workers and results from N2 - women 
students were analyzed separately. First, the ratings of autostereotyping of women 
(Section A) were compared with the results from heterostereotyping of men (Section 
B) in order to observe whether there exist differences between how women perceive 
themselves as a manager and how women perceive men managers. Second, ratings of 
autostereotyping (Section A) was compared with the results from metastereotyping 
(Section C) in order to observe whether there exist differences between how women 
perceive themselves as a manager and how women thinks male perceive them as a 
manager. The statistical tool of t-tests was employed to analyze the data, with a 95-
percent confidence level chosen for comparing the mean scores of each descriptor in 
one section with the mean scores of the corresponding descriptor in another section. 
The differences or similarities between the sections were further analyzed in hope of 




RESULTS AND FEVDEVGS 
The results and findings of the research would be reported in three sections. 
Firstly presented would be the factor compositions of autostereotype of women 
(Section A), Heterostereotype of men by women (Section B) and Metastereotype of 
women (Section C) respectively, which resulted from pooling together the data o f N l 
and N2. 
Secondly, the detail examination of the scores for each descriptor in different 
sections o f t h e questionnaire would be presented. The two sub-groups N1 ofworking 
women and N2 ofwomen college students were treated separately. The mean score of 
each descriptor was calculated, then the mean value of each descriptor was then 
compared with the mean value of the same descriptor in different sections using a t-test 
to test for any difference between (1) autostereotype of women and heterostereotype 
ofmen by women and (2) autostereotype women and metastereotype ofwomen. 
In the discussion section the implications from results of N1 and N2 were 
elaborated in greater detail. Lastly, the results o f N l and N2 were compared to find 
out any similarity or difference between the two groups� 
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Factor Compositions ofAutostereotvpe of women, Heterostereotvpe ofMen bv 
Women, and Metastereotvpe of Women 
The factor composition for autostereotype of women (Appendix 2), 
heterostereotype o f m e n managers among women (Appendix 3) and metastereotype of 
women (Appendix 4) were quite similar. In all three cases, a dominant fist factor was 
found which roughly resembles the traditional masculine traits including being 
adventurous, aggressive, assertive, industrious, knowing world's ways, having 
leadership ability, as well as being logical and skilled in business matters. 
A rather consistent second factor which resembles traditional feminine traits 
could be found for all three stereotypes, which included items such as interest in 
appearance, recover emotional disturbance, sentimental and value pleasant 
surroundings. 
For factor 3 and factor 4 no clear common pattern was found for all three 
stereotypes, yet the discrepancy was not significant enough to suggest a difference in 
the factor composition among the three stereotypes. 
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Autostereotvpe of Women Versus Heterostereotvpe ofMen 
Among Women College Student 
Upon comparing the descriptor of autostereotype (Section A of questionnaire) 
and heterostereotype (Section B of questionnaire) of women college students (N2), a 
two tail t-test was performed at a 95-percent confidence level. (Detail statistics 
reported in Appendix 5) The results indicated that there is a significant difference 
between how women students viewed themselves and how women students viewed 
men managers. 
Table 2: Summary of Comparing Autostereotype of Women and Heterostereotype of 
Men Among Women College Students 
. " . : . . — . 了 一 — . . ^ _ _ _ _ _ _ _ _ ^ _ _ ^ . 一 _ — 、 . _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 
Descriptors that showed significant difference: Descriptors that showed 
no significant difference: 
Adventurous, Aggressive, Analytical ability, Xssertive, Direct:Franic:"§entin^entar 
Consistent, Desire responsibility, Emotionally stable. Submissive, Timid, Value 
Feelings not easily hurt. Firm, Forceful, Industrious, Interest pleasant surroundings, and 
in appearance. Know the world's way. Leadership ability. Vigorous , 
Logical, Passive, Pleasure loving-not serious. Recover 
emotional disturbance. Self-confident, Separate feelings-
ideas, Shy, Skilled in business matters, and Steady .�———„—^ ^^ _^ _^^ ^ — 1 
Autostereotvpe Versus Metastereotvpe ofWomen 
Among Women roHege Student 
In addition, the mean values from autostereotype (Section A in questionnaire) 
and metastereotype (Section C in questionnaire) among women college students were 
also compared. (Detail statistics reported in Appendix 6) The t-test results at a 95-
percent confidence level of these two sections were as follow. 
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Table 3: Summary of Comparing Autostereotype and Metastereotype of Women 
Among Women College Students 
^A "-Y"W^ ^ p^ .™.^ „„„^  
Descriptors that showed significant Descriptors that showed no significant difference: 
difference: 
Adventurous, Aggressive, Analytical Desire responsibility, Direct, Firm, Frank, Interest 
ability， Assertive, Consistent, in appearance, Know world's ways. Logical, 
Emotionally stable, Feelings not Pleasure-loving and not serious, Quiet and serious, 
easily hurt. Forceful, Industrious, Self-confident, Sentimental, Separate feelings-
Leadership ability, Passive, Shy and ideas. Steady, Submissive, Timid, Value pleasant 
Skilled in business matters surroundings, and Vigorous 
.从A…J>^>^-•.‘ w..〜-.-“:“，>j<」.:ytj._,__»joooom-«j» «"»^w:OCT>:»rKK.:co:«a)300C«x»ajLooooogaooc«»mr»~<r»w^»r«Yf�《^»~�_-.~n~»~�-.-_-_-_.or«-_-�_、^w^___„ig^^ Q^^^ „^^;.u」^ . _, .0 
• • • »• • ••>••" • • • • • • ••••"• • • • •••nor.-.-. • • • _ • , • • rywoooooocgccoocoo 
Autostereotype ofWomen Versus Heterostereotvpe o fMen 
Among Working Women 
Let us now shift to the results of women workers (N1). Upon comparing the 
mean scores for the descriptors of autostereotype (Section A) and heterostereotype 
(Section B) o f N l , a two tail t-test was performed at a 95-percent confidence level 
(Detail statistics reported in Appendix 7). The results indicated that there is still 
significant difference between how women with managerial experience viewed 
themselves and how women with managerial experience viewed their male colleagues. 
Table 4: Summary ofComparing Autostereotype of Women and Heterostereotype of 
Men Among Working Women 
"^ r;^ ^^ T"^ "^"^ ^^ ^^ """^ ""^ """"^ ^^ "^ ""^ "^ "^ "^^ ""^ T""T""^ "^^ "^""^ "^ ^^ "^^  >^ _v-^ ^^ ^^ ^^ _^ .— 
Descriptors that showed significant Descriptors that showed no significant 
^ % n c ^ e : difference: 
Adventurous, Aggressive, Assertive, Analyticai ability^ Consistent, f)esire 
Emotionally stable. Feelings not easily responsibility. Direct, Industrious, Leadership 
hurt, Firm, Forceful, Frank, Interest in ability. Logical, Pleasure-loving,, and not 
appearance. Know world's ways, serious. Quiet and serious. Recover emotional 
Passive, Sentimental, Shy, Skilled in disturbance. Self-confident, Separate feelings-
business matters, and Value pleasant ideas. Steady, Submissive, Timid, and 
surroundings Vigorous. ‘ 
•••«A«JWA«JW-«JAWL«JWWUW_«JtC^A~«A"_*L«»*~*~«»*~«»*J~N»~*~*~*~»~*-W~*-«~«-««~^«~«»M>«»»«AW^WWWW^AA-Wt_Wj>j>i« • • • . ^D 
^^ «^^ ^^ >^ ^^ ^^ «>^ 、《_^ 从《_«^ «^^ ^^ „^_^ „^ _^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ _^ __^ _„_„^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ ^^ _^ ^^ ^^ ^^ ^^ ，^^ ^^ ^^ ^^ ^〜似从似 
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Autostereotype Versus Metastereotype of Women 
Among Working Women 
The mean scores for autostereotype (Section A) and metastereotype (Section 
C) were also compared (Detail statistics reported in Appendix 8). When using a 95-
percent confidence level only one item, Value pleasant surroundings, showed 
significant difference between autostereotype and metastereotype. We then accepted a 
lower confidence level of 90 percent, and t-test results ofthese two sections were as in 
the table below. 
Table 5: Summary ofComparing Autostereotype and Metastereotype of Women 
Among Women Workers 
""•^ :^^~"°°~°°°r°°~~"°°°~"°°~°~°°~°~"~°°~°~~"°°°~~°~"~°°°°~~°°~°°°°~~"«»~~«»~~«~»»»»<»~»«»~»~o~»~~»»o~«~»»«~~~~«»»<»«~~o<„>oo<„„«„„oc„„c«»„<„oc„„„>«„^  
Descriptors that Descriptors that showed no significant difference: 
showed significant 
difference: 
... , ，^  n.n_r_r^ n_n , , ’ 〜〜^〜^ , , „ „ ._^_. ^  ^  •，.〜〜氣 
Adventurous, Firm, Aggressive, Analytical ability. Assertive, Consistent, Desire 
Sentimental, Value responsibility, Direct, Emotionally stable. Feelings not easily hurt, 
pleasant surroundings. Firm, Forceful, Frank, Industrious, Interest in appearance. Know 
and Vigorous world's ways. Leadership ability. Logical, Passive, Pleasure-
loving-not serious, Quiet and serious. Recover emotional 
disturbance. Self-confident, Separate feelings-ideas. Shy, Skilled 
in business matters. Steady, Submissive, and Timid 
_^_^ __w^ ^ \ ^„rL_________ 
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Discussion and Elaboration 
As one can see, the difference between autostereotype of women students 
(Section A) and heterostereotype of men by women students (Section B) suggested 
that women college students believed that there exist a large and significant difference 
between what men managers and themselves are like. In the eyes of women college 
students, they perceive men managers as more adventurous, more aggressive, with 
stronger analytical ability, more assertive, more consistent, desire more responsibility, 
more emotionally stable, feelings less easily hurt, more firm, more forceful, more 
industrious, less interested in appearance, know more of the world's way, with more 
leadership ability, more logical, less passive, less pleasure loving and not serious, 
recover more from emotional disturbance, more self-confident, separate more feelings 
and ideas, less shy, more skilled in business matters, and more steady than themselves. 
The vast difference might be a result of sex role stereotyping or it can possibly be 
attributed to the lack of real work experience among the women students. 
Nevertheless this perceived gap will pose significant stress to the women students since 
they are going to compete with those "superior" men managers as they join the 
workforce after completing their college study. 
Similar sex role stereotyping differences between women and men managers 
can be found in the working women sample upon comparing the mean scores for the 
descriptors ofautostereotype of women managers (Section A) and heterostereotype of 
men manager by women (Section B). In the eyes of women workers, men managers 
were more adventurous, more aggressive, more assertive, more emotionally stable. 
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feelings less easily hurt, more firm, more forceful, more frank, less interest in 
appearance, know more about world's ways, less passive, less sentimental, less shy, 
more skilled in business matters, and less value pleasant surroundings than women 
managers. Although the difference is not as significant as in the student sample, 
working women still stereotype men as more "superior" in terms of more conforming 
to the traits of successful managers. 
Women students forther assume that men would view them quite different from 
what they really are as reflected in the discrepancies between autostereotype (Section 
A) and metastereotype (Section C). They felt that men would perceive them as more 
adventurous, more aggressive, with more analytical ability, more assertive, more 
consistent, more emotionally stable, feelings less easily hurt, more forceful, more 
industrious, with more leadership ability, less passive, less shy and more skilled in 
business matters than they really were. They believed that men would view women 
quite differently from how women view themselves. They assume that men will 
stereotype women in an unique way, implying that even the women students 
themselves believed in sex role stereotyping. 
From the results generated from comparing section A and section C o f N l it is 
shown that the autostereotyping and metastereotyping merge together among the 
working women sample. Women with work experience believed that men view them 
more or less as they view themselves. They felt that men would perceive them 
differently from how they perceive themselves in only limited area, namely more 
adventurous, more firm, less sentimental, less value pleasant surroundings, and more 
vigorous. Could this possibly imply that women find men capable of understanding 
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women from women's point of view? Or could it be that working women simply 
adopted the men's behavior and thus causing the similarity between autostereotype and 
metastereotype? At this point there is insufficient support for either argument. 
Comparing the Results from Working Women and Women College Students 
Next we compared the results of working women (N1) with the results of 
women college students (N2). As mentioned earlier, N1 showed that the 
autostereotype o fwomen is very similar to the metastereotype in the business world of 
Hong Kong while N2 believed the converse. This seemed to indicate that there existed 
stereotyping of women in the eyes of women only and these biased thinking will 
diminish as they gained more working experiences. This leads to the question o fwhen 
were these biased thinking initiated and when were they demolished. It thus shapes the 
premise for future researches. 
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CHAPTER Vn 
LIMITATIONS OF THE RESEARCH 
Research Biases 
First of all, there may exist problem with internal validity. For the purpose of 
this research’ 31 out of 92 descriptors were chosen. These were descriptors items on 
which successful managers rated more similarly to men managers than to women 
managers, which might already contain gender bias. We chose these items with the 
assumption that they would lead to most significant results for identifying any 
differences among the three types of sex-role stereotypes in our study. Nevertheless, 
these 31 descriptors may not be the most effective descriptors among the 92 with 
regard to Hong Kong's situation. 
Second, there may exist problem with external validity. For the purpose ofthis 
research, sample was selected from CUHKMBA part-time program. In addition two 
CUHK undergraduate business classes were chosen as sample frame with the belief 
that business students, after graduation, were most likely to join the business world. 
As not all managers are necessarily MBA seekers or college graduates, this sample 
may not generalize to the true impression ofall Hong Kong women managers. 
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Finally, there may exist non-coverage error. Though all the questionnaires 
distributed to the students were collected on the spot, not all part-time MBA's 
returned the questionnaires, resulting in a response rate of 79 -percent. This imply 
fUrther constrain to the sample frame thus may lead to an error to the result. 
Suggestions for Future Research 
For future studies, a replication of this research can be performed with a 
variation of the sample. Instead of including only women, one can include also men 
samples. In doing so, a comparison of the point of views between men and women can 
be made. Hence one can see whether the metastereotype of one gender is different 
from the heterostereotype of the opposite sex which shapes the premise ofinconsistent 
stereotyping. 
In addition, the results of this research indicated that there is a large difference 
in the point of views between women students and women with actual work 
experiences. It suggests that experience may be a factor in explaining the difference 
between their points of view. Thus research exploring this field is suggested with the 
focus placed on examining the difference among people with various numbers ofyears 
of experience. However in conducting research in this area, one should include a 
larger sample size, in order to have enough data points for regression analysis and to 
minimize the error of external validity. In this case, exact number of years of 
managerial experience need to be obtained so as to understand whether the number of 
years of managerial experience is a factor. 
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CHAPTER V m 
DISCUSSIONS AND RECOMMENDATIONS 
Masculinity as the Norm in Business World 
Earlier research findings indicated that traits and characteristics of successful 
managers are more often equated with male characteristics (Schein, 1973, 1975; 
Brenner et al., 1989). Our study further confirmed that even as perceived by women 
themselves there exist a significant difference between male and female managers. The 
effect ofsex role stereotyping is significant among Hong Kong women. 
The are several approaches to address the problem of sex role stereotyping 
which creates an unfavorable situation for managerial women. Some o f the suggestion 
by Johanna Hunsaker and Phillip Hunsaker can help women managers to project a 




As the research findings have suggested, women in Hong Kong thinks they are 
less assertive than their male counterparts. This divergence was even more magnified 
for the N2 category. Many researches have indicated that due to traditional 
socialization processes, being assertive poses a problem for a large population of 
women. 
An assertive person projects an image to others as confident, capable, and in 
charge. The true goal for women should be to help an individual make a clear 
statement of what she wants, or how she feels in a given situation, without being 
abusive or obnoxious. The ideal scenario is for a woman to perform assertively in 
order to deal with a problem in a mature and explicit way. In other words, an assertive 
woman manager should be able to perform competently and in a straightforward 
manner. This in turn will enhance her professional image and thus decreasing the 
chance of stereotyping by her superiors. As described by the Hunsakers, the following 
are some guidelines provided by the American Management Association on their 
courses that are geared towards the development ofassertiveness: ^^  
• To make requests and state points of view in a confident, straightforward manner, 
without becoming pushy, annoyed, or angry. 
• To cooperate with others in solving problems in an adult manner, so that both 
parties are satisfied. 
• To manage others without being aggressive or manipulative. 
12 Source: American Management Association Course Catalog (August, 1986-April 1987) 
p. 30 , , , 
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Communicating Your Goals 
People do not automatically assume women want to get ahead. In this study it 
is further confirmed that even women see themselves as generally less adventurous, 
less aggressive but more passive than men and expect men to have similar perceptions 
towards women. One way to overcome this barrier for women is to convince 
superiors that they are committed to a long term career. A superior would not want to 
invest time in supporting those who may only be a temporary asset. Consequently, the 
superior may view women as assistants rather than potential successors. Women thus 
need to overcome this stereotype by convincing others of their seriousness and her 
ambition to develop a prospectus career. 
Being Visible and Letting your Accomplishments Known 
Similarly, women should always let others know their achievements. Staying 
active is the key. Though these kinds of actions may be interpreted as ambitious and 
cocky, it is better for others to know than not to know. As it is, women are somehow 
invisible within the organization that their performance and achievement are 
subsequently overlooked. By letting their accomplishments known to the others, 
women will increase their credibility within the organization and thus leading others to 
treat them more seriously. Only through this techniques can a woman manager get the 
recognition she deserves. 
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Dressing Appropriately to Project a Professional Image 
Last but not the least, women managers should always dress in a conservative 
manner. The key to remember is to continuously promote a professional image. 
Always dress in a way that is appropriate for the company you wish to work in. 
Always try to identify the key people within the organization and imitate their style of 
dressing. Dress for the preferred job and not necessarily the present job in order to 
communicating the message to your boss who you want to become. I fyou want to be 
treated seriously, you should avoid flashy items, and dress according to the 
surroundings of where you work. 
Blending of Masculinity and Femininitv 
One might think that by conforming to the tough and aggressive masculine 
stereotype, women can reflect a better fit to the profile of traditional successful men 
managers in the male-dominated business world. A female by conforming to men's 
norm and showing her ability to work like a male she should be more likely to gain the 
trust o fher male superiors. 
Though seemingly convincing, this imitation strategy is, if not impossible, 
difficult and awkward for most of the women since for the most part oftheir lives they 
have lived in much more feminine ways. The best strategy is thus to try to preserve the 
femininity while at the same time incorporating necessary masculine behaviors essential 
for being successful managers in the organizations. 
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Androgynous Approach to Management 
The word androgyny derived from the Greek roots andr-, meaning man, and 
the gyne, meaning woman, simply means "man-woman". Sargent (1981) proposed 
that the most effective management style is androgynous: a blending of the masculine 
competent and the feminine caring. The androgynous approached to management was 
partially supported by Powell (1989) , who traced the origins of various leadership 
theories and found none of which seemed to favor behaviors linked with the 
stereotypical masculine role over those so-called feminine role. Androgynous 
management is thus described as a combination of task and people oriented behavior. 
It represents a simultaneous concern for tasks and people that is compatible with the 
advice many managers have been given. 
As per the discussion of White (1995), a mixture of both “feminine，’ and 
"masculine" work attributes could include: 
• flexible and firm; 
• consultative and confrontational; 
• competitive and democratic; 
• considerate and intolerant; 
• empathetic and demanding; 
• confident and humble; 
• listeners and questioners; 
• inspiring and taking a low profile; 
• developing and using networks and working alone; 
• setting standards and allowing diversity; 
• strategic and concerned with appropriate detail; 
• clear about own expectations and letting decisions emerge 
• determined to get things done and considerate ofothers' caution; etc. 
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Taking Advantage of the Feminine Characteristics 
As described by the Hunsakers, emphasizing traditional feminine characteristics 
like sensitivity, helpfulness, humanitarian values, and awareness of feelings can 
facilitate a manager's advancement to positions and career paths that place high value 
on such qualities. Nevertheless, it can also act as a disadvantage for women who 
emphasize on these very same characteristics. For example, by concentrating on 
feminine characteristics, stereotyping activities will be enhanced. So the question is 
how to use feminine characteristics to your advantage? The answer to this question 
lies in having a clear career path in mind and focusing on qualities that are necessary 
for achieving the goals. 
Complementing the Professional Image with Appropriate Accessories 
This includes jewelry, handbags, briefcases, and luggage. Coinciding with the 
objective of dress code, a woman should strive to use accessories to help promote a 
conservative yet high-quality image. Pins, gold bracelets, and non-dangling earrings 
can supplement the clothing and enhance the professional image. Yet always 
remember the rule of fitting with the organization culture and fitting with the 
surroundings. 
During a business meeting with your client, the first thing your client will notice 
is your physical appearance while the next thing they will notice is your briefcase. Like 
clothes and shoes, the briefcase should look serious and professional - meaning no 
pastels and no flowers but preferably something made of leather with a conservative 
design. In short, women managers should strive to uphold an appearance as a person 
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ofauthority who is serious about herjob. By projecting a professional image, they can 
attack directly at the subconscious mind of male and thus minimizing the chance of 
beingjudge as stereotyped. Never should a woman dress too feminine at a work place 
or else she will always be viewed as incompetent and heavy stereotyping activities will 
result. 
Overcoming the Perspective ofPower,s Influence in the Organization 
Penetrating Old Boys' Network 
Many women managers tend to focus on self-improvements as the critical 
strategy in their career advancement. However as many research findings indicated 
this is actually the passive approach. By focusing on self-improvements, one is hoping 
to be recognized or waiting to be chosen which ignores the reality of corporate 
politics’ The more proactive approach is thus to break into areas of influential men. 
Seeking entry into the old boys, network is an action oriented strategy to enhance 
woman manager's power base. Some women have argued that it is merely impossible 
to break into old boys' network and thus women should form their own network 
instead. Though this sound extremely logical, it provide a false sense oforganizational 
support and keep women as outcasts of the old boys' network where the real sources 
of power are reserved. 
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Entering existing male networks is a more active strategy, requiring 
assertiveness and an ability to handle resistance. When success, women will be able to 
make connections with the most influential people. She will understand the key 
political systems and thus enables her to devise focus strategies that will work to her 
advantage. She can subsequently use her connection and knowledge to utilize power 
with others in the organization. However, the feasibility and ultimate success depends 
upon the culture o f t h e organization and the additional power bases a woman manager 
can apply to her advantage. 
Finding a Mentor 
Many women have expressed that one obstacle for women is lack of mentor 
within organization. Based on past researches, it is in fact more difficult for a woman 
than it is for a man to find a mentor in most large organization. The necessary 
characteristics for a woman to succeed are also the same characteristics necessary to 
attract a suitable mentor. Women managers should therefore actively seek a mentor, 
preferably an older individual who can relate to their difficulties. 
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Equitv versus Complementary Contribution Approach to Women in 
Management 
Nancy Adler (1986-87) discussed two rather different approaches to women in 
management (Appendix 9). The equity approach and complementary contribution 
approach were based on different fundamental assumptions firms have traditionally 
made about the ideal role of women in management. The former approach was based 
on assumed similarities between women's and men's contributions while the later was 
based on assumed differences. 
The "Melting P o t � � 
The equity approach more or less resembles what happens in a "melting pot’’ in 
which the output will be a new product with a unique characteristic different from any 
of the ingredients. For the issue of women in management, the equity approach 
suggest one single appropriate style, which is like what is traditionally suggested such 
as adopting men as the norm. Although the equity approach emphasizes equity for 
both men and women, it only acknowledges the similarities between the two genders 
without fully recognizing the diversities and differences. 
The “Salad Bowl" 
On the other hand, in the complementary contribution approach which 
resembles the characteristics of a “salad bowl” in which each ingredient, i.e. male or 
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female or other minorities, is preserved and recognized. It is suggested that with such 
kind of diversity in management styles, the organization would benefit as a whole in 
that by valuing a diversity of leadership styles organizations will fmd the strength and 
flexibility to survive in a highly competitive, increasingly diverse economic 
environment (Rosener, 1990). 
Managing Diversity in the Workplace 
Discussions on how organizations manage diversity in the workplace are 
available in abundance. In particular, to fully utilize the women workforce and to 
acknowledge their contributions in management, the organization need to establish a 
favorable and “neutral” gender culture to facilitate women's participation. All levels of 
management should remain as an active participant and held responsible for the 
change. Some specific actions suggested for them include: 
• Base all decisions regarding hiring and promotion solely on merit and performance; 
• Review all policies and practices to ensure they are gender fair; 
• Be open, receptive, listening for, asking about and respecting individual 
preferences; 
• Learn more about the gender differences; 
• Express respect for the values, views and beliefs ofothers; 
• Be sensitive to the needs of all employees; 
• Avoid feeding the rumor mill or repeating sexistjokes; 
• Respect each person's request for how they want to be called (e.g. not always 
“honey� ’�"sweet h art’,)� 
• Celebrate diversity in the workplace by respecting and honoring the specific 
holidays of all groups (e.g. "Women's day" on March 8); 




In conclusion, stereotyping is still a problem threatening the coexistence of 
both gender in managerial career. The research findings revealed that the situation 
regarding sex-role stereotyping of women in Hong Kong is not at a severe level. 
Nevertheless, judging from the payroll difference, and the amount of women 
participating in managerial position, Hong Kong is nowhere near the ideal business 
world of coexistence o fbo th gender. In order to overcome this barrier, women needs 
to continue to strategically position themselves within the organization so as to 
enhance their opportunities and hopefully with the increasing amount of women 
participating, organizations will eventually hibernate to a new form thus recognizing 
women as part of the business system. 
In any case, women manager should always talk openly in the organization 
about sex-role problems. By voicing yourself and getting men more aware of this 
problem, women can gradually decrease the amount of sex-role stereotyping within the 
organization thus making the surrounding more advantageous for women. In addition, 
women should actively seek out female role models in powerful positions in her own 
or other organizations. These female role models will provide feedback and advise in 
how to shape herself within the organization. Finally, whenever possible, she should 
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include the maximum amount of females in the work group. In doing so, they can help 
reduce stereotyping without threatening one another. This will also help men to 
become more expose to the gender problems and thus becoming more aware of 
women's difficulties so that the chance of stereotyping women will decrease and 
eventually diminish completely. 
After all, originally the business world was created by men and for men only. 
Back then, women were not participating in business area so that they become a non-
variable to the system. The ultimate direction for female managers past, present, or 
fUture, should be directed in changing the business environment so that it is suitable for 
both male and female. Only until then can the business world fit for both gender thus 
eliminating gender problems once and for all. 
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APPENDK 1 
SAMPLE OF SURVEY QUESTIONNAIRE 
Section A 
Below you will find a series of descriptive terms commonly used to characterize people in general. 
Some ofthese terms are positive in connotation, others are negative, and some are neither very 
positive nor very negative. We would like you to use this list to tell us what you think TO[are like. 
Please rate each word or phrase “1”，“2”，“3”，“4” or “5” in terms ofhow you are ofthat 
characteristic If tlie term is mT a characteristic ofyou, circle “1”. If the term I_S a characteristic of 
you, circle "5". Ifthe term is neither characteristic nor uncharacteristic, please circle the neutral 
rating of“3”. 
" ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ m m 
•haraeteristk eto^rist ic 
Adventurous 1 2 3 4 5 
Aggressive 1 2 ^ 4 5 
Analytic ability 1 2 3 4 5 
Asjsertiv^ 1 2 3. 4 5 
Con$istent 1 2 3 4 5 
Deslre resp^onsibiUty 1 2 3 4 5 
Direct 1 2 3 4 5 
E_ionaBy sta&k I 2 ^ 4 5 
Feelings nojt ^ aSJily hurt 1 2 3 4 5 
Fiim 1 2 3 4 5 
Forceful 1 2 3 4 5 
FriHtk I 2 3- 4 5 
Indu$tHou$ 1 2 3 4 5 
hiterest in appearance 1 2 J 4 5 
Know worJd's ways 1 2 3 4 5 
Leadership ability I 2 5 4 5 
Logical 1 2 3 4 5 
Passive 1 2 J 4 5 
Pleasure-loving, npt serious 1 2 3 4 5 
Qttiet and serious I 2 ^ 4 5 
Recover emotional dis>turb4nce 1 2 3 4 5 
SelfH2oiifldent i 2 3 4 ^ 
Sentimental 1 2 3 4 5 
Separate feelings - ideas 1 2 5 4 5 
Shy 1 2 3 4 5 
Skilled in busiaess matters 1 2 3 4 ^ 
Steady 1 2 3 4 5 
Sabffusslv€ I 2 j 4 5 
Timid 1 2 3 4 5 
Value pi>ea^snt surromidings 1 2 3 4 5 
Vigorous 1 2 3 4 5 
54 
Section D - Back2r0und Information 
In this section we would like you to use the list ofdescriptive terms to tell us what you think a typical 
M47VMANAGER with whom you work or you have worked is like. 
Please rate each word or phrase “1”，“2”，“3”，“4” or “5” in terms ofhow he is ofthat characteristic. If 
the term is NOT a characteristic ofhim, circle “1”. U the term lS a characteristic ofhim, circle “5”. 
Ifthe term is neither characteristic nor uncharacteristic, please circle the neutral rating of"3". 
^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ ^ r n n m r n i m m m m m m m 
c t o a e t M e cha_teristk 
Adventttrous i 2 3 4 5 
Aggressive • 1 2 3 4 5 
Analydc ability 1 2 3 4 5 
Assertive 1 2 3 4 5 
Consi^tedt 1 2 3 4 5 
Desire respomability i 2 3 4 5 
Dii^ect 1 2 3 4 5 
Emotionally staMe 1 1 3 4 5 
Feelings � easily hurt 1 2 3 4 5 
Firm 1 2 3 4 5 
Forceful 1 2 3 4 5 
Frajtik 1 2 3 4 5 
Industrious 1 2 3 4 5 
Interest in appearanc« 1 2 3 4 5 
Kjrtow world's ways 1 2 3 4 5 
Leaden^hlp abiUty 1 % 3 4 5 
Logkal I 2 3 4 5 
Passive 1 2 3 4 5 
Pkasure-Iovittg, not serious 1 2 3 4 5 
Q«iet a»dE serious 1 2 3 4 5 
Recover emotionai dis^turbance 1 2 3 4 5 
Setf^cmfid€«t 1 2 3 4 5 
Sentimental 1 2 3 4 5 
J^ eparate feeUBgs - ideas^  1 2 3 4 5 
Shy 1 2 3 4 5 
Skil{ed i» business matters 1 2 3 4 5 
Steady 1 2 3 4 5 
Siibmisslv€ 1 2 3 4 5 
Timid 1 2 3 4 5 
Value i>leasant surrouBdmgs 1 2 3 4 5 
Vigorous 1 2 3 4 5 
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Section D - Back2r0und Information 
111 this section we would like you to use the list ofdescriptive terms to tell us what you think HOW 
YOUR MEN COLLEA GUES WOULD ASSESS YOU as a woman manager. 
Please rate each word or phrase “1”，“2”，“3”，“4” or “5” in terms ofhow he is ofthat characteristic. If 
the term is NOT a characteristic he would use to describe you, circle "1". If the term [S a 
characteristic he would use to describe you, circle “5” tfthe term is neither characteri^c nor 
uncharacteristic, please circle the neutral rating of"3". 
"^^^^^^^^^^^^^^^^^^^^^^^^^^^^^^^^^^. 
characteristic Saracteristic 
Adventurous 1 2 3 4 5 
Aggressive i 2 3 4 5 
Analytic ability I 2 3 4 5 
A$$ertiv^ 1 2 3 4 5 
Consistent l 2 3 4 5 
B^ife res^ D»LSibility 1 2 3 4 5 
Direct 1 2 3 4 5 
Efiiotiortalfy stabk 1 2 3 4 5 
Feelings not easll> hart 1 2 3 4 5 
^^i^ 1 2 3 4 5 
Forceful 1 2 3 4 5 
Frartk 1 2 3 4 5 
Industrious 1 2 3 4 5 
Ifrtci^ est Id appe$r£ifiee 1 2 3 4 5 
Know world's ways 1 2 3 4 5 
Leadersiii|> abiMty 1 2 3 4 5 
Logical 1 2 3 4 5 
Passive 1 2 3 4 5 
Pleasure-loving, not serious 1 2 3 4 5 
Quiel afid ^rious L 2 3 4 5 
Recover emotionai disturbance 1 2 3 4 5 
Setf^artfideftt 1 2 3 4 5 
Sentimental 1 2 3 4 5 
Separate fceMdgs - ideas 1 2 3 4 5 
Shy 1 2 3 4 5 
Sktlled tft bBSiam mattei^ 1 2 3 4 5 
Steady 1 2 3 4 5 
Submissive I 2 3 4 5 
Timid 1 2 3 4 5 
Valwe plea^^ttt suirmittdkigs 1 2 3 4 5 
Vigorous 1 2 3 4 5 
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Section D - Back2r0und Information 
(Please put a V in front of the appropriate option for each question) Office use 
only 
1. How many years of supervisory / managerial experience do you have? 
_ , less than 1 year j j 
— 1 year to less than 5 years \ 2 
— 5 years to less than 10 years 13 
—10 years to less than 15 years 1 4 
—15 years to less than 20 years \ 5 
—20 years and above 1 5 
2. To which age group do you belong? 
—under 25 2 1 
—25 to under 35 2 2 
—35 to under 45 2 3 
—45 to under 55 2 4 
一 55 and above 2 5 
3. What level of education did you reach? (Please indicate highest category only.) 
—Less than secondary school or some secondary school 3 1 
—Completed secondary school 3 2 
一 Post-secondary and pre-college (e.g. Form 6 or 7) 3.3 
—Some college education 3 4 
一 College graduate (degree or diploma, either university or technical) 3.5 
—Some graduate studies 3 5 
—Graduate degree completed 3 7 
4. What is your average monthly income, including any bonus and commission? 
(Please exclude benefits such as housing, educational and medical allowances) 
_less than$15,000 4 | 
—$15,000 to less than $20,000 4 2 
—$20,000 to less than $25,000 43 
_ $25,000 to less than $30,000 4 4 
—$30,000 to less than $35,000 4 5 
—$35,000 to less than $40,000 4 6 
_ $40,000 and above 4 7 
5. What industry are you working in? 
—Accounting and Law ^ 1 
—Architectural and engineering 5 2 
—Banking and finance 5 3 
—Hotels, restaurants and catering 5 4 
—Manufacturing ^ ^ 
一 Trading 5'6 
—Transportation and telecommunications 5 7 
—Wholesale and Retail ^ g 
—Others, please specify: ^ ^ 
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A P P E N D D C 2 
F A C T O R C O M P O S I T I O N F O R A U T O S T E R E O T Y P E O F W O M E N 
i | i | j i l ^ 
l l i i i i i i i B 
^ g j t ^ $ J V ^ � 
AE^a^l3ttlG Mlkf 1 
���� i 
C W t o t � 
D ^ s i r e j ^ ^ t t s M i t ^ � ； 
_8^ _______圓^^ ^^  
� B m o t b m % mhh 
Feelings not easily hurt � 
_圖_____纖 
��_____�___�^^^^ 
1 1 1 ¾ ¾ ! ! ! ! ¾ 
Industrious 
biterest m appearance � ‘ 
Kt towwoTM'^my$ : 
L^^dmhip ^fcility 
1 ¾ ¾ ¾ ! ! ! ¾ 
^mm _ ) '-
'• fkmmHovi^, m. 
__ll__^^^^ 
� Q u k t and sedotts 
Recover emotio»al � 
disturbance i . 
Self-cottfid^at 
Sentimental 
Se|3atate t s e H a ^ 4 M s 
$hy ( _ 
Skf lW m toiiTO$ 
議議||^^__||||||_||_||_圖 
_ _ ! _ _ • 
S t t to s^OT (o0t) 
Timid (»ot) 





FACTOR COMPOSITION OF HETEROSTEREOTYPE OF 
MEN MANAGERS A M O N G W O M E N 
""^_r i I Factor 2 ； F^ctor t Factor 4 一 
灰加械取侧 i 
J^gres-sive I 塞 
M^ytic ability ； ？ 
A$sejrtiye j � 
C w i ^ f i | j i 
Besire reapitigibi% 丨 丨 
_88___1__圖^^ 
Em&tb^m%syjfc j j 
F $ e & g $ _ e ^ % h t w t 丨 丨 Feelhgseasily 
l i i W ^ 
i i i i i i t i i i i i ^ ^ ^ 
i i i i i i i * ^ 
i i Forcoful 
Fraak j Frank i 
Ifl4ustrious 
‘Interest m appearance � 
Km>wwrM^w^y^ ! i 
L^3<lwbip ^ b i % ； ； 
Lpgical ； ： 
iliiiiiil^^^^^ 
j Pleasure-ioving,越 ； 
_謹___纖___議隱_麗___疆^^ ^ 
¢:¾¾¾^  
i Q«iet mi 
‘ '• ^ti<ms 
R e _ $ r $ _ t i e m l ’. 
•:•:�•:�•:•:•:•:.:•:.:•:•:•:•:�.:•:�•:.:•:.:•:.:•:•:.:•x*:.x.::.x^ ^ distarb8»C0 ‘‘ ::::::::::::::::¾::::::::::::::::::::::¾:::::::::^ ^^ ^ 
Self-canfidmt 1¾:¾:¾:¾:¾^^ 
；Sentimental 享 
Sepmts feA^gs - k te$ ‘ 
Sfcy (ttOt> � Shy (not) 









FACTOR COMPOSITION FOR METASTEREOTYPE OF WOMEN 
變變____|變^ ^^^ 
i i i i i i i i i i i i i i B ^ ^ 
^ g t e s ^ m ‘ 
� _ ability 





F ^ H o ^ 慮 easily hnxti 
_______1圓^ 
F 0 _ Forceful 
• , Frank (not) 
Industrious 
M^m m _ ^ j m t K ; g 
KjttowwojfM'^my^ ‘ ‘ 
L^^d^rshap �� 
_i i i i iBi_____i i__i_^^ 
_|_|____11_|___劇讓^^ 
树微讓40*轻逖 
1 1 1 1 1 1 ¾ 
















T-TEST STATISTICS COMPARING MEAN SCORES FOR 
AUTOSTEREOTYPE OF WOMEN STUDENTS & HETEROSTEREOTYPE 
OF MEN MANAGERS BY WOMEN STUDENTS 
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* Items with statistically significant difference at 95% confidence level 
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T_TEST STATISTICS COMPARING MEAN SCORES FOR 
AUTOSTEREOTYPE OF WOMEN STUDENTS & 
METASTEREOTYPE OF WOMEN STUDENTS 
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* Items with statistically significant difference at 95% confidence level 
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T - T E S T S T A T I S T I C S C O M P A R E V G M E A N S C O R E S F O R 
A U T O S T E R E O T Y P E O F W O M E N W O R K E R S & H E T E R O S T E R E O T Y P E 
O F M E N M A N A G E R S B Y W O M E N W O R K E R S 
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T-TEST STATISTICS COMPAREVG MEAN SCORES FOR 
AUTOSTEREOTYPE OF W O M E N WORKERS & METASTEREOTYPE OF 
W O M E N WORKERS 
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* Item with statistically significant difference at 95% confidence level 
** Items with statistically significant difference at 90% confidence level 
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NANCY ADLER'S TWO APPROACHES TO WOMEN IN MANAGEMENT 
Assumptions Equity approach Complementaty contribution 
approach 
Fundamental assumptions Simiiarity 5iSei^nie 
Women's and men's Identical Complementary 
contributions 
Faimess based on Equity Valuing difference 
Strategic goal Equal access Recognizing and valuing 
difference 
Assessment Quantitative Qualitative 
Measured by Statistical proportion of women at Assessing women's contribution 
each hierarchical level to organization's goals 
Process Counting women Assessing women's contribution 
Measurement of effectiveness 
Women's contribution Identical to men's Complementaty to men's 
Norms Identical for men and women Unique to men and women 
Based on Historical "male" norms Women's own contribution 
Referent Men Women 
Acculturation process Assimilation Synergy 
Expected behavior Standardized Differentiated 
Based on Male norms Female norms 
w 5 S ! e _ _ _ ^ — _ ^ ^ j : ^ ? £ 5 £ ^ 3 5 E 5 i H j i _ ^ ^ ^ a » 5 i S i 2 ^ i E 5 ! ^ i £ L _ _ — 
Source: Nancy J. Adler (1986-7) "Women in Management Worldwide," International Studies 
ofManagement and Organization 16 (3-4): 3-32. 
65 
BffiLIOGRAPHY 
Adler, N. and Izraeli, D. (eds) Women inManagement Worldwide. NT: M. E. Sharpe, Armonk, 1988. 
> A d l e r , Nancy J. and Izraeli, Dafna N. Competitive Frontiers: Women Managers in a Global 
Economy. Massachusetts: Blackwell, 1994, pp. 1-21. 
�^ j l r ew’ C., Coderre, C. and Denis, Ann. “Women in Management: The Canadian Experience" in 
Adler, Nancy J. and Izraeli, Dafiia N. (eds.) Competitive Frontiers: Women Managers in a Global 
Economy. Massachusetts: Blackwell, 1994, pp. 376-387. 
Brenner, 0 . C., Tomkiewicx, J. and Schein, V. E. “The Relationship between Sex Role Stereotypes 
and Requisite Management Characteristics Revisited", Academy ofManagementJoumal Vol 32 
110. 3,(1989), pp. 662-9. ， . ， 
De Leon, Corina T. and Ho, Suk-cliing. “The Third Identity of Modem Chinese Women. W o m e n / 
=anagers m Hong Kong" in Adler, Nancy J. and Izraeli, Dafna N. (eds.) Competitive Frontiers-
^omen Managers in a Global Economy. Massachusetts: Blackwell, 1994, pp. 43-56. 
Dobbins, G. H. and Platz, S � J . “Sex Differences in Leadership: How Real are They?” Academy of 
ManagementReview, Vol. 11, no. 1 (1986), pp. 118-27. 
Fagenson, E. A. “Diversity in Management: Introduction and the Importance of Women in 
Management" in Fagenson. E. A. (ed.) Women in Management: Trends, Issues and Challenges in 
Managerial Diversity. Newbury Park, CA, Sage Publications, 1993, pp. 3-18. 
^j|)iildi, S. Backlash: The Undeclared WarAgamstAmehcan Women. New York; Crown Publishers, 
Freedman, S. and Phillips, J. “The Changing Nature of Research on Women at Work ” Journal of 
Management, Vol. 14, no. 2 (1988), pp. 231-63. ‘ 
“The Gains are Slow, Say Many Women," Business Week, 8 June 1992, p. 77. 
Hatford, A. No Way Up the Greasy Pole. London: Constable, 1993. 
Heidricli and Struggles. The Corporate Woman Officer. Chicago: Heidrich and Struggles, 1986. 
=eilman, M. E., Block，C., Martell, R. and Simon, M. “Has Anything Changed? Current 
Characteristics of Men, Women and Managers," Journal ofAppUed Psycholosv Vol 74 nn 6 
(1989), pp. 935-42. '^ 炒’ ‘ ^ ‘ ^ 
Helgeson, Sally. TheFemaleAdvantage: Women 's Ways ofLeadership. New York; Doiibleday, 1990. 
Management Centre Europe. “An Upward Climb for Women in Europe," Management Review Vol 
71, no. 9 (1982), pp. 56-57. ， . 
Momsoii A. M‘，White, R. P. and Van Velsor, E. Breaking the Glass Ceiling. R e a d _ MA. 
Addison-Wesley, 1987. ^' 
=arker, B., and Fagenson, E. A. “An Introductory Overview ofWomen in Corporate Management ” in 
~ 9 ® 4 ' and Fagenson, E. A (eds.) Women m Management. London: Paul Chapman Publishing 
66 
f°^^!^； ?aO^ N. “The Value of Androgynous Management," SAM Advanced Management Journal, 
Vol. 54, No. 2 (Spring 1989). 
= w d l , G. N. “One More Time: Do Female and Male Managers Differ?” Academy ofManagement 
Executive, Vol. 4, no. 3 (1990), pp. 68-75. 
f j^f;^r, Judy B., “Ways Women Lead," Harvard Business Review, November-December 1990, pp. 
1 1 ^ _ A ^  •») • 
Sargent, Alice. The Androgynous Manager. New York: Anacom, 1981. 
^^hem, V. E. “The Relationship Between Sex Role Stereotypes and Requisite Management 
Characteristics, Journal ofAppliedPsychology, Vol. 57, no. 2 (1973), pp. 95-100. 
^he in , V. E. ‘The Relationship Between Sex Role Stereotypes and Requisite Management 
i=r^icteristics Among Female Managers," Journal ofAppliedPsychology, Vol. 60, no. 3 (1975), pp. 
，?hein, V. E‘，Mueller, R., Lituchy, T. and Liu, J. Think Manager - Think Male: A Global 
lhenomenon? Gettysburg, PA: Gettysburg College Management Dept. Working Papers, 1994. 
Uiiited Nations (UN). The Human DevelopmentReport. Oxford University Press, 1993. 
US Department of Labor. Tahulationsfrom the Current Population Survey. Washington DC US 
Government Printing Office, 1992. “ ^ 
White, Judy. “Leading in their Own Ways: Women ChiefExecutives in Local Government,, in Itzin 
Catherme and Newman, Janet (eds.) Gender, Culture and Organizational Change London: 






醫 . . ： . .











p ^ ^ 道 ； 二 . - -
 . .












































 ^ v l ^ 
CUHK L i b r a r i e s 
•_l_i_l l l l 
0007SflDM3 
